ABSTRACT
INTRODUCTION
Forestalling of antisocial behaviors in organizations is increasingly becoming important to the managers and organizational scholars. According to the report of Di Martino et al (2003:1) , recent estimates suggest a good reason for both managers and researchers to take a closer look at these actions. This is due to the economy becoming more global and increasing competition for market shares and survival, which leads to pressures mounting on workers. The authors state that, with relatively high levels of crime in most EU countries, violence finds its way into the workplace in the form of robbery and assault, particularly affecting front-line staff and service-providers. Along with growing pressure, aggression may also build up within the workplace, making violence between workers more likely. On the other hand, occupational stress has in recent years assumed epidemic proportions, affecting workers across most sectors and industries; violence may be an important source of stress, but may also result from a stressful working environment. However, recent European studies indicate that it is psychological violence and harassment, rather than physical violence, which represents the greatest threat to most workers. Due to the increasing diversity of the workforce, a number of studies also show the frequent presence of harassment on the basis of race or gender (Di Martino et al, 2003:1) .
A comprehensive report of sexual harassment in EU countries was compiled for the European Commission in 1998. According to this report, between 30% -50% of female employees have experienced some form of sexual harassment. When the particular type of harassment was considered, 10% -26% of them were found to have experienced so-called quid pro quosexual harassment and 1% -6% of them experienced severe forms of sexual harassment, such as assault or rape. The same study also concluded that, comparatively speaking, much fewer studies had been undertaken in southern European countries as opposed to northern Europe (Di Martino et al, 2003: 39) .
The results of a Spanish study (Piñuel y Zabala, 2002) combining two samples of a broad sector-wide sample and a sample from the tourism sector, reveals important findings. One of the key findings of the study is that a total of 16% of the sample were found to be exposed to psychological violence, measured as exposure to at least one negative behavior associated with psychological violence for the last 6 months on a weekly or more frequent basis. In addition, 45% of the sample indicated that they witnessed bullying. Based on figures from the Portuguese General Inspectorate of Labor (Inspecção-Geral do Trabalho, 2001) concerning sanctions against enterprises due to breach of health and safety legislation, a total of 0.8% (57 out of 7,013) were about 'moral harassment' or bullying.
The findings of the studies on mobbing in Turkey are similar to the findings of international studies. In one of the studies conducted in health, education and security industries in Bursa, 55% of 944 employees stated that they have been exposed to psychological mobbing behaviors, and 47% of the sample stated that they have witnessed such behaviors in the workplace (Bilgel et al, 2006) . In another study, with a sample size of 427 employees working in hotels, it was determined that 27,4 % of the sample was exposed to psychological mobbing behaviors (Aydın and Özkul, 2007) .
Antisocial behaviors are not limited with psychological mobbing or harassment; there exists many other different behaviors. The cost of such behaviors can be detrimental for organizations. Decision-making, productivity and financial costs at all levels of the organization might be affected by workplace deviant behaviors (Appelbaum et al, 2007) ; even employees' deviant behaviors may lead to failures of businesses (Hollinger, 1986) . Therefore, it is important to understand the effects of such behaviors within the organization. Since these behaviors are considered to be unethical, we believe that presence of ethical leaders and an ethical climate will decrease the occurrence of these behaviors. Accordingly with this study, we aim to analyze the relations of ethical leadership and ethical climate with employees' antisocial behaviors. Within this frame, this study begins with literature review; research methodology, analysis and findings are discussed in the following section, and the last section includes the discussion and conclusion about research findings.
Literature Review

The Antisocial Behavior of Employees
Workplace deviant behavior is defined by Robinson and Bennett (1995: 556) as "voluntary behavior that violates significant organizational norms and in doing so threatens the well-being of an organization, its members, or both". Robinson and Bennett (1995) define two types of behaviors related to employee deviance as the ones directed against the organization and the other directed against the coworkers. The first type of behaviors is 'organizational deviance', whereas the second type of behaviors is 'interpersonal deviance'. The authors further separate 'organizational deviance into two as 'production deviance' and 'property deviance', where 'production deviance' is considered to be a minor deviance and 'property deviance' is considered to be a serious deviance. Examples include leaving early, taking excessive breaks, intentionally working slow, wasting resources for 'production deviance' and sabotaging equipment, accepting kickbacks, lying about hours worked, stealing from company for 'property deviance' (Robinson and Bennett, 1995) . According to the authors, 'interpersonal deviance', on the other hand, consists of behaviors that occur among coworkers. 'Political deviance', such as gossip, favoritism, blaming coworkers, competing non-beneficially are examples for minor deviance, and 'personal aggression', such as sexual harassment, verbal abuse, bullying, stealing from co-workers and endangering co-workers are examples for serious deviance (Robinson and Bennett, 1995) .
'Workplace deviance' has been conceptualized in many ways (i.e. counterproductive work behavior, mobbing/bullying), 'antisocial behavior' being one of these. Robinson and Greenberg (1998) states that there exists no generally agreed upon definition of workplace deviance. Among the most prominent areas of study that relate to deviant behavior are antisocial behavior, counterproductive behavior, dysfunctional behavior, and organizational misbehavior (Kidwell and Martin, 2005:5) . The common theme which all of the concepts have is the harmful effect of such behaviors to the organization. In their research, Robinson and O'LearyKelly (1998) use 'antisocial behavior' broadly to describe the negative behaviors in organizations. Giacalone and Greenberg (1997) also describe 'antisocial behavior' as 'any behavior that brings harm, or is intended to bring harm to the organization, its employees, or its stakeholders". According to Giacalone and Greenberg (1997) , antisocial behavior focuses more on personal, political, and property interactions and less so on production, with the exception of sabotage (Giacalone & Greenberg, 1997) . Antisocial behavior includes aggression, discrimination, theft, interpersonal violence, sabotage, harassment, lying, revenge and whistleblowing (Kidwell and Martin, 2005) .
In order to predict deviant behaviors in the organizations, Hollinger (1986) suggests the importance of personal characteristics and perceptions and attitudes of employees about their employer. Apart from the individual factors that affect deviant behaviors, factors related to the organization plays an important role. Sims (1992) indicates that the organization's support or encouragement of such behaviors forms the major reason for the occurrence of these behaviors. In addition, Appelbaum et al (2005) suggest that deviant role models within the organization will lead the employees to have deviant behaviors. Therefore, it is important to consider organizational factors that creates or prevents the occurrence of antisocial behaviors. Brown et al (2005: 120) defines ethical leadership as "the demonstration of normatively appropriate conduct through personal actions and interpersonal relationships, and the promotion of such conduct to followers through two-way communication, reinforcement, and decision-making". Ethical leaders signal to employees that, doing the right thing, is expected, encouraged and valued; in turn employees are more likely to perceive an ethical organizational environment (Mayer et al, 2010:8) . According to the authors, ethical leadership is related to various favorable employee outcomes. Therefore, leadership is an important factor which shapes employees' ethical behaviors . Ethical leadership is found to decrease employee misconduct, deviant behaviors and organizational bullying in the organizations (Mayer et al, 2009 (Mayer et al, , 2010 Stouten et al, 2010; Miao et al, 2012) . According to Trevino and Brown (2005) , leaders who act unethically will create the appropriate medium for employees' deviant behaviors.
Ethical Leadership and the Antisocial Behavior of Employees
Leader's effect on organization's values is not a new idea. Since people are social beings who are affected from other people, leaders are the important role models in order to foster a favorable ethical climate. Several scholars have presented models of organizational leaders' influences on organizational culture and climates. According to the research findings, there exists a positive relation between leadership and ethical climate (Jose and Thibodeaux, 1999; Pickson et al., 2001; Schminke et al, 2005; Neubert et al, 2009; Mayer et al, 2010) . Mendonca (2001:268) notes that, "leaders are responsible for the organization's moral climate that, in effect, reflects the moral development of the leader" and Aronson (2001: 245) states that, "ethical behavior on the part of the leader would appear to be a necessary condition for the establishment of an ethical organization". Treviño et al (2000: 128) discuss the importance of a leader's reputation for ethical leadership, noting that "values are the glue that holds things together, and values must be conveyed from the top of the organization". Dickson et al (2001) suggest that the critical determinant of ethical climate is the leader's ethical behavior. Some scholars (Sims, 2000; Sims and Brinkman, 2002 ) draw on Schein (1985) to describe how leaders shape and reinforce the ethical climate of an organization. A leader's ethical approach affects an organization's ethical climate (i.e. role modeling, rewards, selection, and communication), they all agree that leaders have substantial power to create and maintain ethical norms and processes, and to create a particular kind of ethical climate (Schminke et al, 2005) .
Ethical Climate and the Antisocial Behavior of Employees
Ethical climate is defined as "the prevailing perceptions of typical organizational practices and procedures that have ethical content" (Victor and Cullen, 1988: 101) . Peterson (2002: 50) defines ethical climate as "the shared perceptions of what ethically correct behavior is and how ethical issues should be handled in the organization" and asserts that the climates with a strong emphasis on ethical behavior tend to encounter less workplace deviant behaviors. Victor and Cullen (1988) conclude that ethical climate affects the employee behavior. As an example, the findings of Bartel et al (1998) research indicate a negative relation between ethical climate and ethical violation. Robinson and Bennett (1995) determined that organization's ethical climate as a good predictor of unethical behavior. Mayer et al (2010:9) indicate that "ethical climates can serve as one cue to help individuals know what types of (un)ethical behaviors are (un)acceptable in the work unit". According to Griffin and Van Fleet (2006) , unfavorable culture and ethical climate is one of the factors that trigger workplace deviance. The findings of the meta-analysis study of Martin and Cullen (2006) suggest a negative correlation between positive ethical climates and dysfunctional organizational behavior. Peterson (2002) found out a positive correlation among the type of deviant behavior and the ethical climate of the organization. This study demonstrates that employees are less likely to engage in political deviance when they feel that their organization is concerned for their welfare.
METHODOLOGY
Research Goal and the Theoretical Model
In this study, it was intended to examine how ethical leadership and ethical climate influence the antisocial behaviors of employees. Theoretical model of the research is demonstrated in Figure 1 
Ethical Leadership
Sample and Data Collection Data were collected from 468 employees (of which 271 of them -%57,9% -are male) from 30 different companies, including energy companies (19,2%), municipalities (17,5%), education (% 23), hospitals and hotels (6%), technology (% 11,4), household appliances (white-goods: % 6,5). Participants' ages ranged from 18 to 57 years, and their tenure in the organization ranged from 1 year to over 58 years; the participants' tenure in their organizations range between 1 to 37 years. Most of the participants (74,4%) have a university degree. The occupations of the participants include staff positions (64,3%), managerial positions (23,7%) and professional positions (10%). 59% of the participants are employed in service and education industry, 37% of them are employed in manufacturing and sales industry and 3,8% are employed in trade industry.
Employees' perception of the ethical leadership behavior of their superior/immediate authority figure was measured with the Ethical Leadership Scale (ELS), adopted from Brown et al (2005) . Employees' perception of the ethical climate of their organizations was measured with the Ethical Climate Scale of Schwepker et al (1997) which is based on the scale of Qualls and Puto (1989) . The scale for measuring antisocial behaviors of employees was adopted from Robinson and O'Leary-Kelly (1998) . It describes negative behaviors by employees that have the potential to harm individuals and/or the organization. Antisocial behaviors include breaking rules, damaging company property, hurting other workers starting arguments with co-workers, and saying rude things about supervisors or organization etc. Responses were obtained using 5point Likert-type scale where (1) is 'strongly agree' and (5) representing 'strongly disagree'. Data obtained from the participants were analyzed by SPSS statistical package program.
Data Analysis and Findings
The result of the factor analysis of research variables is presented in Table 1 . A strong factor structure is supplied through the factor analyses performed upon variables concerned with ethical leadership, ethical climate and the antisocial behavior of employees. This indicates that the questionnaire statements used to measure these concepts were loaded to the variables. The total variance explained by this analysis is 63,959. We have conducted variance analyses in order to develop an understanding of the differences between different variables. According to the results of t-test for gender, there exist differences between females and males concerning their perceptions of ethical leadership and antisocial behaviors, and there exist no difference between the gender groups concerning their perceptions of ethical climate. As it can be inferred from As for the categorical items having more than two possible answers (i.e. categories), we conducted analyses of variance in order to understand if any variance exists between groups of possible categories of answer for the following questions: business industry and position. Then for those variables that produced significant variance we conducted post hoc Duncan tests, in order to understand the differences of means for each category, where categories of answers are displayed in an ascending order concerning the values of the means on a scale from 1 to 5. The results of the analysis are presented in Table- 3. According to the results of the analyses of Duncan tests, the participants working at trade industry have a significantly higher amount of ethical leadership perception when compared to all of the other participants working at other industries (goods/products production and sales, service and manufacturing). The participants working at foods/products production and sales industry have a higher amount of ethical climate perception significantly different from trade and service and manufacturing industries. In addition, the participants working at service and manufacturing industry has a significantly higher amount of the antisocial behavior perceptions when compared with the other two industries.
Senior managers have a significantly lower amount of ethical leadership perception when compared with all of the others. Business partners or bosses have a higher amount of ethical climate perception significantly different from doctors and dentists. And finally, doctors and dentists have a significantly higher amount of perception of the anti-social behaviors than all the other participants.
Means, standard deviations and correlations for all the variables used in this study are presented in Table-4 . Correlation Analysis indicates a significant relationship among the variables. As it can be inferred from the Table-4 , there exists a negative relation of the antisocial behaviors of employees, respectively with, ethical climate (r=-,343**), ethical leadership (r= -,283**), age (r= -,163**) and tenure (r= -,139**).
Cronbach alpha is calculated to measure the internal consistency of the reliability of the variables. Reliability coefficient of .70 or higher is considered "acceptable". For this study, the cronbach alpha for the scales are Results of the regression analyses are presented in Table- 5. According to the results, both ethical leadership and ethical climate affect the antisocial behaviors of employees negatively. In addition, the ethical leadership is found to have a significant positive effect on the ethical climate. However, when regressed together the significant effect of leadership on the behaviors disappear. It is because of the overshadowing effect of the ethical climate; in other words, ethical climate plays a mediating role in the negative relation between ethical leadership and antisocial behaviors. These findings provide support for all of the proposed hypotheses of the study. 
CONCLUSION
With this study, it was mainly aimed to understand the effects of ethical factors on the antisocial behaviors of employees. Antisocial behaviors create important problems for the organizations. These behaviors both negatively affect the employees' own performance and the performance of other employees who are subjected to these behaviors. Therefore, decreasing or eliminating such behaviors is crucial for the organizations. The findings of our study suggest that by creating an ethical environment within the organizations, it is possible to decrease the effects of such behaviors. Leaders with their own principles and applications create an ethical atmosphere in their organizations; hence they enable the ease of ethical behaviors and decrease the occurrence of unethical behaviors. Presence of ethical leaders in the organizations contributes both directly and through developing an ethical climate, to decreasing employees' antisocial behaviors. The existence of an ethical climate perception of employees helps to decrease employees' antisocial behaviors. The results are also consistent with the previous research on this topic. Research findings indicate a negative relation among ethical leadership and deviant behaviors Mayer et al, 2009 ). Mayer et al (2010: 9) indicate that, if ethical climate is higher in emphasizing ethical actions, employees will be less likely to exhibit unethical behaviors.
Although, this study contributes to the understanding of ethical leadership and ethical climate relation with the antisocial behaviors of employees in Turkey, it also has some limitations. The sample covers companies with comparatively large scale, the study should also be extended to cover the small sized companies since the effect of ethical leaders and presence of an ethical climate might be experienced more within a small group. The findings of this study indicate differences between some of the demographical variables and various industries, in terms of ethical leadership, ethical climate and antisocial behaviors perceptions of the participants. Future research should also concentrate on the perception differences about the influences of ethical leadership and ethical climate on employees' antisocial behaviors. In addition, this research is based on employees' own perceptions for antisocial behaviors; future research might also include the records of the companies about the employees who have behaved antisocially (i.e. mobbing, harassment, theft, lying), thus a more objective data could be derived. Longitudinal studies with inclusion of other possibly related variables such as organizational justice perceptions and reward systems are also suggested for further research.
It can be expected that antisocial behaviors of employees decrease when such demographic characteristics as age and tenure increase. But managers need not to wait until their employees get older to behave less antisocially, instead they may try to behave themselves as more ethical leaders and try to establish a more ethical milieu to work, then of course they may expect from their employees much desirable behaviors. According to Plinio et al (2010) , the most important problem of the organizations is the nonexistence of ethical leaders. As the results of this study also indicate, realizing the benefits of ethical leaders for strengthening ethical climate and decreasing antisocial behaviors of employees, the organizations should select and educate ethical leaders.
